Abstract: This research was conducted to investigate the mediating effect of OCB on relathinship between job attitudes on knowledge sharing behavior. It was based on survey of 100 community facilitators. Structural equation modeling was used to test the hypothesis. The results showed that job attitudes related to insignificantly on knowledge sharing behavior and significantly on OCB. It was caused by the facilitators had a job satisfaction to implicate their ability or skill so that they had a scared on exchange to the role or positions with the other people. They argued that having of ability or skill was an essential asset for their live so they were not sharing its knowledge openly with other and more acted to OCB. It found that OCB correlated a positive significantly on knowledge sharing behavior, but OCB was a weak significant mediator on correlation between job attitudes and knowledge sharing behavior so that in future research may use another variabel to moderate this correlation.
Introduction
Knowledge is a critical organizational resource that provides a sustainable competitive advantage in a dynamic and competitive economy (Davenport., et al., 1998) . Knowledge is considered as a value that makes competitive advantage to survive and remain in the market. The knowledge possessed by the firm is a strategic resource that can create a competitive advantage (Demsetz, 1988 , Spender, 1996 . Knowledge sharing is one of knowledge management which is as a process of knowledge exchange in the form of skills, experiences, and capabilities among co-workers or employees. Knowledge sharing refers to the preparation of information and knowledge to task of working with other people who can help a person to solve their problems, policies, or development of new ideas. (Pulakos et al., 2003) . Knowledge sharing effectively contributed to increase productivity and profitability, including earnings and sales growth (Magnus dan DeChurch, 2009 ) to share ideas, knowledge and experiences in decision-making, problemssolving and innovation of new ideas. Moreover, knowledge was held by employees must be spread and shared with others as a strategy to maintain knowledge (Cabrera et al., 2006) and to minimize employee intent to leave the business (Hansen, 1999) . However, knowledge sharing has a few barriers. They are the lack of time, loss of awareness in knowledge management, and lost consciousness to knowledge (Leistner, 2010) . The barriers occured because knowledge was created and stored in the organization's members (Chow dan Chan, 2008) , individual employees were less likely to share their knowledge (Ho et al., 2009 ). The sticky in transferring knowledge was a key issue in the firm, because the transfer of knowledge within the firm takes time, incurs costs, and uncertainty (Szulanski, 2003) . Knowledge sharing behavior was generally not reasonable because people considered their knowledge as a valuable asset, and sharing of knowledge widely with others limited by the natural tendency to keep their information (Davenport and Prusak, 1998 , cited Hsu et al., 2007) . The reluctance of employees to share their knowledge with colleagues created problems for survival of the organization (Lin, 2007) .
The results showed that the primary determinant of knowledge sharing behavior are job attitudes (Teh and Sun, 2012) and OCB (Teh and Yong, 2011; Teh and Sun, 2012) . Teh and Sun (2012) found that job involvement and job satisfaction significantly influence on OCB and knowledge sharing behavior. Its reasons that firm employees have a highly job involvement and job satisfaction. Job Attitudes have had impact both on knowledge sharing behavior and organizational citizenship behavior (Jofreh et. al., 2014) . Similarly, organizational citizenship behavior have had impact also on knowledge sharing behavior (Jofreh et 
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Knowledge sharing is that activity where agents (individuals, communities or organizations) exchange their knowledge (informations, skills or expertises). It is linked to the knowledge management process, which can be broadly characterized by four activities, the creation, storage and retrieval, transfer and application of knowledge (Ireson & Burel, Knowledge Sharing in eCollaboration, 2010). Davenport and Prusak (1998) defined knowledge as "Knowledge is a fluid mix of framed experiences, values, contextual information, and expert insight that provide a framework for evaluating and incorporating new experiences and information". Knowledge sharing behavior is spread and share knowledge that has a value possesed other members in the organization (Ryu et al., 2003) . Knowledge sharing was supported with different purposes, they are : to acquire knowledge, to reuse knowledge, and to develop new knowledge (Huysman and DeWit, 2002) . Knowledge sharing gains its importance from the role it plays over enhancing the overall performance of any organization, and the competitive advantages it adds to the corporate. Knowledge sharing is widely recognized to be a main component of successful knowledge management, and one of the central characteristics of healthy knowledge culture is that knowledge sharing is embedded in the way in which organization works (Seba, et. al., 2012) . According to Lin (2007) , knowledge sharing is fundamental to generate new ideas and developing new opportunities through the socialization and learning process of employees. Knowledge sharing plays an essential role in the organizational process because it helps an organization to transfer new ideas or solutions (Islam et al., 2010) . Knowledge sharing is believed to be influenced by factors both at individual and organizational level (Naftanaila, 2010). At the individual level, one of the most important factors affecting knowledge transfer process is trust. According to (Lilleoere & Hansen, 2011) , Some of the knowledge sharing barriers that exists are : no knowledge of where knowledge is available, no knowledge about the existence of valuable knowledge, not having access to the knowledge, the assumption that knowledge equals power, and large physical and social distance between individuals. Szulanski (1996) found that knowledge sharing is inhibited by three major factors: 1) Lack of absorptive capacity of the recipient.
2) Casual ambiguity concerning the knowledge itself.
3) An arduous correlation between the sender and the receiver.
Job Attitudes
Theory of reasoned action (Ajzen and Fishbein, 1975 ) and theory of planned behavior (Ajzen, 1991) stated that a person's behavior was determined by the intention to behave and intention to behave was determined by attitudes to behavior, subjective norms and control of perceived behavioral. Both theories are then applied to predict the influence factors on knowledge sharing behavior. Bock (2002) stated that the knowledge sharing behavior is determined by the intention to behave and intention to behave is determined by the attitudes to share knowledge. Ryu et al. (2003) argued that TPB as a theory which is considered a success in predicting knowledge sharing behavior.
Job attitude consists of three main components, namely job involvement, job satisfaction, and organizational commitment (Schermerhorn et Results of the study explained that the more of job attitudes to share knowledge, the higher intention to share knowledge so that it improves the level of knowledge sharing behavior of employees. However, the study results indicated that job attitude has a significant negative effect on the intention to knowledge sharing (Teh and Yong, 2011) . Furthermore, the higher of employee attitudes to knowledge sharing results, the lower intention of employees to knowledge sharing. Therefore, it can be concluded that the more of job attitudes, the higher of knowledge sharing behavior. Otherwise, the lower of job attitudes, knowledge sharing behavior will be decreased. The existence of such differences, it's proposed the hypotheses as follows:
H1: Job Attitudes has a significant positive effect on knowledge sharing behavior.
The study showed that job satisfaction has a significantly influence to OCB (Huang et Furthermore, it can be concluded that the more of job attitude, the higher of OCB. On the contrary, the lower of job attitudes, OCB will be decreased. The existence of such differences, it's proposed the hypotheses as follows: H2: Job attitude has a significant effect on organizational citizenship behavior (OCB).
Organizational Citizenship Behavior
Social exchange theory (Blau, 1964) , stated that knowledge sharing is one of the social interaction. One underlying this theory showed that knowledge sharing occurs because of reprisal act received like job security, status, balance of power and the maintenance of future relations (Bock et Knowledge sharing is a form of OCB behavior that will be voluntary actions which help contribute to organizational competitive advantage. Organ (1988) stated that OCB is a discretionary individual behavior. Such behavior is undirectly or explicitly recognized by the formal reward system and the overall effectiveness of the functions that support organization. Organ (1988) suggested that there were five specific categories of behavior discretion that can help increase the efficiency of the organization. They are altruism, conscientiousness, sportsmanship, courtesy, and civic virtue. . It means that the more of OCB employee, the higher of employee knowledge sharing behavior. However, OCB is not be able to mediate correlation between job attitudes and knowledge sharing behavior (Teh and Sun, 2012) , and has no significant effect on tacit of knowledge sharing behavior (Wimbarti, 2014). Therefore, an increasing of OCB would not be given a significant effect to improve correlation between job attitudes and tacit of knowledge sharing behavior.
Moreover, it can be concluded that the improving of OCB would be affect the growth of knowledge sharing behavior.
On the contrary, the lower of OCB would be produce knowledge sharing behavior in lower. Furthermore, the improving of OCB will be able to mediate job attitudes and knowledge sharing behavior. Otherwise, the lower of OCB would not be able to mediate the job attitudes on knowledge sharing behavior. The existence of such differences, it's proposed the hypotheses as follows: H3: Organizational citizenship behavior has a significant effect on knowledge sharing behavior H4: Organizational citizenship behavior has a significant effect in mediating of job attitudes on knowledge sharing behavior.
Thus, conceptual framework in this study can be seen in the following Figure. Source: Developed by the author based on the data available. 
Research Methodology Samples
The samples for the present study consisted of 100 facilitators from selected 62 facilitators of P2KP, and 38 facilitators of SINTESA in Indonesia. The data were collected during the period of August 2015-November 2015 using a questionnaire and by personally visiting the organizations. The sample had 67 men (67.00 per cent) and 33 women (33.00 per cent). The sample had their age varying between 20 years and 60 years which consists of a respondent aged 20 years old, 27 respondents among 21-30 years old, 52 respondents among 31-40 years old, and 20 respondents was over 40 years old. Also, the sample had 90 graduates (90.00 per cent), 6 undergraduates (6.00 per cent), and 4 senior hight school (4.00 per cent) as far as their education levels were concerned. Of the samples, 57.00 per cent were field facilitators', 20.00 per cent were administrative personnels', 11.00 per cent were middle managements', 10.00 per cent were supervisors, and 2.00 per cent were managers. The work experience of the samples was also mixed: below 5 years (61.00 per cent), in between 6 and 10 years (31.00 per cent) and more than 10 years (8.00 per cent).
Measures
Standardised instruments were used for collecting the data. Confirmatory factor analysis was processed using AMOS 22 to test the strengthen of indicator variable to confirm the research variable which lamda value should be in range ≥ 0.40 (Ferdinand, 2005) . Job attitude had been confirmed by three indicators. They were job involvement which had λ of 0.63, job satisfaction which had λ of 0.82, and organizational commitment which had λ of 0.69. Moreover, organizational citizenship behavior had been also confirmed by five indicators. They were altruism which had λ of 0.53, civic virtue which had λ of 0.53, and concentiousness which had λ of 0.58, courtesy which had λ of 0.66, and ortsmanship hich had λ of 0.62. Furthermore, knowledge sharing behavior had been confirmed by two indicators. They were knowledge donation which had λ of 0.83, and collecting knowledge which had λ of 0.69. The results as shown on Figure 2 , that the direct affect of job attitudes on knowledge sharing behavior was 0.06 (ns), and toward organizational citizenship behavior was 0.56 (s). Next, the affect of organizational citizenship behavior on knowledge sharing behavior was 0.30 (s), and mediating of organizational citizenship behavior to job attitudes toward knowledge sharing behavior was 0.17 (s). The contribution value that had been explained could be seen in following Note: *** Significant at α < 0.01 ** Significant at α < 0.05
The model is to be feasible if at least one method of testing the feasibility of the model is fulfilled because in practice it is very difficult to meet the five test feasibility. However, when testing the feasibility of the model can meet more than one eligibility criterion model, SEM will be much better than only one who fulfilled (Widarjono, 2010) . The model as shown in Figure 2 , showed that the value of CFI was 0.96, TLI was 0.96, and RMSEA was 0.04. It was stated by Hair et al. (1995) that the value of CFI and TLI ≥ 0.95 and RMSEA ≤ 0.08 were within the expected range of values that could be accepted. Therefore, it could be accepted eventhought the value of Chi-square, GFI and AGFI were not within the expected value. Finally, it could be concluded the hypotesses that previous proposed as following: H1 : JA  KSB = rejected H2 : JA  OCB = accepted H3 : OCB  KSB = accepted H4 : JA  OCB  KSB = accepted
Discussion
The results showed that the job attitude has a positive unsignificant effect to knowledge sharing behavior. Hypothesis (H1) stated that the job attitudes has a significant effect on knowledge sharing behavior can not be accepted or rejected in which the results showed that the job attitudes has not a significant effect on the knowledge sharing behavior. The contribution value was arounds 0.06 at the level of α > 0.05. Therefore, a good job attitude by the facilitators in implementing community assistance could not give effect to increase knowledge sharing behavior better. Results found that job attitudes has unsignificant effect on knowledge sharing behavior, contrast with Teh and Sun (2012) research who stated that the job attitudes has significant effect to knowledge sharing behavior. It means that the higher of employees' job satisfaction, the lower of knowledge sharing behavior. A good job satisfaction was not guaranted to be able to share their knowledge with colleagues because of knowledge is existed in individual itself so it's difficult to share. According to Ajzen dan The results showed that job attitude has significant positive effect on OCB. Hypothesis (H2) stated that the job attitude has significant effect on OCB acceptable or can not be rejected where the results showed that job attitude has significant positive effect on OCB. The contribution value was arounds 0.56 at the level of α ≤ 0.01 that could be accepted. Therefore, good facilitators' job attitude will increase OCB facilitators in assisting the community.
Having knowledge that provide job remains is the main reason for the facilitators to satisfy on a regular job so that they are more favorable to behavior of discretion and act outside of responsibility or called OCB. 
Conclussion
Based on the results of this study, it can be concluded that: firstly, job attitudes has a positive unsignificant effect on knowledge sharing behavior. Secondly, job attitude has a positive significant effect on organizational citizenship behavior. Thirdly, organizational citizenship behavior has a positive significant effect on knowledge sharing behavior. Finally, organizational citizenship behavior has a positive effect in mediating of job attitudes on knowledge sharing behavior.
Limitations
This study only has three indicators of job attitudes and five indicators of OCB where there were other indicators which could form the variable of job attitudes and OCB. The determination factor of knowledge sharing behavior has still remained another factor that unreaches in this research. The study showed that job attitude has no significant effect on knowledge sharing behavior caused by the contribution of other factors. Thus, it was needed another variables that could moderate this correlation. The samples of this research were facilitators of non-profit organizations so that it has a possibility to differ of knowledge sharing behavior with othe profession. The data of this research was using a crosssectional data, therefore is not sufficient accurately to generalize out of time from this survey. Finally, an individual's perception regarding anything can change at any time.
Future Research
Another indicators of job attitudes and another indicators of OCB may be used to investigate the correlation toward knowledge sharing behavior in future research. Another variable could be examined as influence factor of knowledge sharing behavior in future research. The correlation between job attitudes and knowledge sharing behavior that has unsignificant effect so that for future research may investigate using a mediator variabel. OCB has a mediator role the correlation between job attitudes and knowledge sharing behavior, but this correlation stiil weak so that in future research may use another variabel to moderate this correlation. The samples of this research were facilitators of non-profit organizations so that in future research may come from another profession. Future research may design a longitudinal study to test the model of knowledge sharing behavior. 
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